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Preface 


This document has been prepared to assist local school districts with the 
implementation of p e Procedures for the evaluation of tenured 
teaching staff members as required by New Jersey аво dana le 6:3-1.21 
The administrative идее: contained here form 

Euer ш шшш for effective crag leant itoa of 


This document will be useful to you in successfully implementing policies and 
procedures for the evaluation of tenured teaching staff member: 
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STATEMENT 
Dr. Fred G. Burke 

Commissioner of Education 
Оа July 6, 1978, the New Jersey State Board of Education adopted a set of 
regulations requiring the evaluation of all tenured teaching staff members 
except school superintendents. The protracted debate over this issue may have 
produced some misunderstandings over the content, intent, and implications of 
the new Administrative Code provisions 
Therefore, I want to take this opportunity to set the record straight. 
These misunderstandings apparently have developed over the following five 
major points: 


purpose of the regulations and 


The first area of contention concerns th 


ent of the new policy 


1 bei 


е the intent of the code is clearly stated. Its purpose i: 
three-fold. It -was designed to promote professional excellence, improve 
shudent—tesraiag, and provide a basis for TES f te 
teaching staff members. Clearly, these three purposes are intertwined 
The public wants excellence in public education. Excellence can be 


attained only if we sre persistent in our efforts to critique and improve our 


educational service: 


Anyone 


performance, whether 


are students, 
teaching staff members, school board members, or state bureaucrats will 
improve as a result of periodic review. The public has a right to expect its 
employees to be properly supervised and evaluated. The public has a right to 
assume that professionals will strive to iaprove their skills and to keep up 


with developments within their fields of expertise. 


А second area concerns how teaching staff members are to be involved in 


the devel t of local poli d dures 


1 would like to point out that the regulations clearly call for 
meaningful involvement by teaching staff menbers in the development of 
policies and procedures at the local level. The State Board of Education and 
the Department of Education have, I feel, been consistent iu their advocacy of 
consultation with teaching staff members in developing and implementing new 


policies and procedures. 

The purpose of consultation is to broaden one's information base by 
seeking the advice of knowledgeable sources. It is assumed that a broader 
information base vill elicit better decisions. 


A third area of possible misunderstanding seems concerned vith whether 


what this would 


school districts must develop individual job descriptions a 


mean in terms of additional paperwork. 


Job descriptions are, I believe, videly used as a basis for. personnel 


evaluation and are utilized in this manner in both the public and private 
sector and by many school districts in New Jersey. Job descriptions provide 
an excellent opportunity to identify the responsibilities of teaching staff 
to 


members that are essential to the attainment of program objectives, 


eliminate consideration of irrelevant personal traits, and to specify the 


tasks and responsibilities of all parties. 


The regulations do not require a unique job description for each 
individual and the level of specificity is not defined. Discretion in this 
area is left to local boards of education, who must develop policies and 


procedures in consultation with tenured teaching staff members. 


A fourth concern centers around test scores and their possible use as 


criteria for job performance. 

The belief that test scores might be used to evaluate the performance of 
teaching staff members has been the cause of the most intense discussion over 
the regulations. Test scores are not specified in the code as a criteria of 
performance nor does the code accept test scores as an adequate single measure 
of pupil progress. 

The code, as adopted, does not specify any criterion to be used for 
review of performance. The criteria to be utilized must be selected or 
developed under direction of the chief school administrator in consultation 
with tenured teaching staff members and be adopted by the local board of 
education. These criteria should be linked logically to the duties and 
responsibilities identified in the job description. 

The State’ Board of Education’ hus mandated that imulviple füdfCators 
pupil progress be reviewed annually to determine if program improvements 


should be made or if changes in the performance of the teaching staff member 


are needed. This review is a separate aspect of the evaluation proce 
summary of this review must be included in the annual evaluation report. The 
required review is the fulfillment of a professional responsibility to examine 
results and to consciously change direction when the results do not meet 


expectations. 


We expect a doctor to reconsider his recommended treatment if the patient 
is not getting well. Ме recognize that his diagnosis is as much art as 
science, that even the best treatments do not work with all patients, and that 
the patients themselves often must share responsibility for the success of the 
treatment. Similarly we should expect teaching staff members to reconsider 
their methods if the desired results are not being achieved. However, we must 
ecognize that teaching, counseling, and managing public schools still are 
arts rather then sciences, and merely identifying a learning problem does not 
point clearly to its solution. We have a right to expect a persistent search 
for the most effective methods; but we also must recognize our inability to 
entrol all the critical factors that influence student performance. 

1f the problem of poor reading could be solved by using a vaccine such as 
was used to eradicate polio, the problem would have been solved. Unfortu- 
aately, learning problems are complex and their solution requires not. only 
commitment by teaching staff but also commitment by the students, parents, 
local board members, and local taxpayers. The outcomes of the public schools 
are a shared responsibility. The regulations recognize this complexity and 
herefore while requiring a review of pupil progress data, the regulations do 
not assume that the teaching staff member is solely responsible for the 
results attained. 

The code clearly defines indicators of pupil progress in terms of 
multiple measures. Consideration of a single measure such as a standardized 
test would not be acceptable. Multiple measures are defined in N.J.A.C. 
6:8-3-4 as: teacher observation, parental or guardian interview, formal and 
informal evaluation techniques, cumulative pupil records, student performance 
data collected through local testing programs which meet State criteria, State 


testing results and visual, auditory, and/or medical examination. 


Finally, there is concern that the professional improvement plan 


2 punitive and unfair burden on teaching staff 


Professional improvement plans should help us move tovard the level of 
professional excellence that we all desire and should provide a focus for 
local professional. development efforts. Existing provisions for grievance 
procedures and filing petitions of appeal with the Commissioner of Education 
provide adequate safeguards against misapplication of such improvement plans. 

The professional improvement plan is intended to provide a guide to the 
professional development of teaching staff members. If specific recommen- 
dations are made in the plan, there should be a clear and logical link between 


the deficiency identified and the remedy agreed upon by the supervisor and the 


Moreover, emphasis should be placed on attaining the desired level of perfor- 
mance in dn identifiable skill area rather than upon the specific means of 
acquiring the skill. Teaching staff members may improve their skills as a 
result of self-study or by observing a demonstration by a supervisor rathe 
than by formal training. Formal training is not always the best solution. 

These regulations should provide us with additional means to improve our 
schools. With the understanding and support of the entire educational 
community, the regulations will work for the common good of all of New 
Jersey's students. 

If we work together to improve constantly what we are doing, the public's 
faith in public education and its support of public education vill continue to 
grow. 

Behind these regulations, lies a conviction shared by the State Board of 


Education and myself that teaching staff members do make a difference--a 


yr 


crucial difference for the students we serve. I believe that good staff 
members are the key to a quality educational system and that they want 
feedback on their performance in order to improve that system. The value of 


this effort depends upon this willingness of prof 


sional educators to accept 
constructive feedback and to change direction when necessary in order to serve 
children more effectively. If these regulations are to have the desired 
effects, there must be a sound basis of trust, and trust requires collabora- 


tion and mutual support. 


Section II 
{ 


М NEW JERSEY ADMINISTRATIVE CODE 6:3-1.21 | 


SUBTITLE A. STATE BOARD OF EDUCATION 
CHAPTER 3. SCHOOL DISTRICTS 
SUBCHAPTER 1. RULES AND REGULATIONS 


AUTHORITY: N.J.S.A. 18A:4-15, 18A:6-10 et seq., 18A: 
18A:29-14 
| 
6:3-1.21 Evaluation of tenured teaching staff members | 


(а) Every local board of education shall adopt policies and 


procedures requiring the annual evaluation of all tenured 


teaching staff members by appropriately certified personnel 1 


(N.J.S.A. 18А:1-1; N.J.A.C. 6:11-3.4) Y 
(b) The purpose of the annual evaluation shall be to { 
É 1. Promote professional excellence and improve the | 
4 skills of teaching staff members; і 
i 


| 2. Improve student learning and growth; 

3. Provide а basis for the review of performance of | 
n tenured teaching staff members | 
(c) The policies and procedures shall be developed under the | 
direction of the district's chief school administrator in Í 


consultation with tenured teaching staff members and shall 


include but not be 
1. Roles and responsibilities for implementation of the 


policies and procedures; 


2. Development of job descriptions and evaluation 
criteria based upon local goals, program objectives 
and instructional priorities; 

3. Methods of data collection and reporting appropriate 
to the job description including, but not limited to, 
observation of classroom instruction; 

4. Observation conference(s) between the supervisor and 
the teaching staff member; 

5. Provision for the use of additional appropriately 


certified personnel where it is deemed appropriate; 


6. Preparation of individual professional improvement 
plans; 
7. Preparation of an annual written performance report 


by the supervisor and an annual summary conference 

between the supervisor and the teaching staff member. 
(d) These policies shall be distributed to each tenured 
teaching staff member no later than October 1. Amendments to 
the policy shall be distributed within 10 working days after 
adoption. 
(e) The annual summary conference between supervisors and 
teaching staff members shall be held before the written 
performance report is filed. The conference shall include but 


not be limited to: 


Review of the performance of the teaching staff 


member based upon the job description; 


Review of the teaching staff member's progress toward 
the objectives of the individual professional 
improvement plan developed at the previous annual 
conference; 

Review of available indicators of pupil progress and 
growth tovard the program objectives; 

Review of the annual written performance report and 
the signing of said report within five working days 
of the review 

(f) The annual written performance report shall be prepared by 
a certified supervisor who has participated in the evaluation 
of the teaching staff member and shall include but not be 


limited ti 


1. Performance areas of strength; 

Performance areas needing improvement based upon the 
job description; 

An individual professional improvement plan developed 


by the supervisor and the teaching staff member; 


A summary of available indicators of pupil progress 
and growth, and a statement of how these indicators 
relate to the effectiveness of the overall program 
and the performance of the individual teaching staff 


member; 


Provision for performance data which has not been 
included in the report prepared by the supervisor to 
be entered into record by the evaluatee within 10 


working days after the signing of the report. 


(в) Local board of education policies for the evaluation of 
tenured teaching staff members, based upon but not limited to 
the above provisions, shall be developed during the 1978-79 
school year and shall become operational September 1, 1979. 
These provisions are the minimum requirements for the 


evaluation of tenured teaching staff members. 


) Appropriately certified personnel means personnel 


which 


5 


qualified to perform duties of superv 
includes the superintendent, assistant superinten- 
dent, principals, vice-principals, and supervisors of 
instruction who hold the appropriate certificate and 
who are designated by the board to supervise instruc- 
VICEM 
P Indicators of pupil progress and growth means the 


results of formal and informal assessment of pupils 


as defined in N.J.A.C. -3.4. 

A Individual professional improvement plan is a written 

M — statement of actions developed by the supervisor and 
the teaching staff member to correct deficiencies or 
to continue professional growth, timelines for their 
implementation, and the responsibilities of the 
individual teaching staff member and the district for 


mplementing the plan; 


bee 


5 


Job description means a written specification of the 
function of the position, duties and responsibili- 
ties, the extent and limits of authority, and work 
relationships within and outside the school and 
district; 

Observation conference means a discussion between 
supervisor and teaching staff member to review a 
written report of the performance data collected in a 
formal observation and its implications for 
teaching staff member's annual evaluation; 

Observation means a visitation to an assigned work 
station by a certified supervisor for the purpose of 
formally collecting data on the performance of a 
teaching staff member's assigned duties and respon- 
sibilities and of а duration appropriate to same; 
Performance report means a written appraisal of the 
teaching staff member's performance prepared by an 
appropriately certified supervisor; 

Supervisor means any appropriately certified 
individual assigned with the responsibility for the 
direction and guidance of the work of teaching staff 
members; 

Teaching staff member means a member of the pro- 
fessional staff of any district or regional board of 


education, or any board of education of a county 


vocational school, holding office, position ог 


employment of such character that the qualifications, 


for such office, position or employment, require 
him/her to hold a valid and effective standard, 4 
provisional or emergency certificate, appropriate to 
his/her office, position or employment, issued by the 
state board of examiners and includes a school 
nurse; excluding the district superintendent of 
schools or, if there is no superintendent, excluding 


the principal 


Ела = 
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III. Principles of Staff Evaluation 


The following principles have been established by the Commissioner of 
Education to serve as a framework to guide the efforts of local school 
districts to develop or adapt programs of staff evaluation to meet the require- 
ments of N.J.A.C. :6:3-1.21. 

It is believed that these principles will pave the way to positive and 
collaborative approaches to staff evaluation, approaches that can be 
characterized by such terms as trust, cooperation, planning, and improvement. 
The regulations and these guidelines are intended to improve the learning 
experiences of students. This can only be achieved if professionals work 
together to use the evaluation as a positive force in the district. A good 
evaluation system will not only identify and remedy deficiencies, but will 
identify exemplary performances and good practices. All parties should 
Support these positive approaches if the benefits of evaluation are to be 
realized 


These principles are intended to set the tone for good practice i 


supervision and evaluation and are the philosophical bases for the guidelines 
that follow. 
Principles 
Ts The evaluation program shall be based чый Lace tru 
and school general goals and program object 
Ir. The evaluation program shall be in compliance with ES pre- 
vailing state lave and regulationarand district policie: 
їп. Effective evaluation commitment 11 parties that 
КОКК Ыз л collaborative: planning, impleme: 
tation, and review of policies and procedu; 
IV The purposes of the evaluation program should be clearly stated 
in writing and be well known to the evaluators and those who 
are to be evaluated 


хп. 


XIV. 


Supervisors шуш be properly dien and trained in the 
process of evaluation and supervi 
The responsibil of teaching staff members should be 
defined in ERA job аурей ken this definition should 
serve as the frame of reference for evaluatio! 


These responsibilities should be ned via a process that 
ensures broad participation by all ЗАГ of staff. 

deba uU uno de iuh sod Maece gp a cie 
stand pracessj aod нЕ Hy sedi ches chis will be 
eluted de УКЫТА responsibilit 

Evaluations should be diagnostic as well as јийвтеп 


he 
process shold E касы эв she elus nun 
the servi vided to studen 


Evaluation should focus on activities and processes essential 

to the performance of the job and the supervisor sposa be 

familiar with the context in which these duties are ied 
t 


Eva. pardon should take into account influences on the 
environment such as materials and other resources EV "E 
istr: EN 


The self-image and self-respect of staff should be maintained 
күс шошо о, 
effective evaluation plan 
The nature of the evaluation should be such that it encourages 
pu and experimentation in planning and guiding the 

experiences provided for children. 
The evaluation process should make ample provision for clear, 
personalized, constructive feedback and recognition of achieve- 
ments. 


The distr: supervisor should provide direct 
assistance di ded К staff member who is attempting to 
acquire new skills 


2d 


1978-79 
Winter 
1. Review of current policies and procedures for evaluation of tenured 
teaching staff members. 
2. Revision of current policies and procedures or development of new 


policies and procedures if necessary. 
3. Attainment of technical assistance if necessary for the selection 


or development of policies and procedures. 


Spring 

4. Adoption of policies and procedures by the local board of educatio: 

5. Development of job descriptions for teaching staff members and 
preparation of a compilation of policies, recordkeéping procedures 
and other materials for supervisory staff and teaching staff 
members. 

Spring/Summer 
6. Provision of in-service training for supervisory staff and tenured 


teaching staff members to implement the system adopted. 


Fall 
1. Distribution of policies and procedures to all tenured teaching 
staff members by October 1, 1979. 
Fall/Winter 
2. Observations, authorized data collection, and observation 


conferences as required. 


AT 


Spring 


Drafting of the annual performance reports. 
Collection of available indicators of pupil progress as required 
Scheduling of annual summary conferences 

Filing of performance reports including the summary of pupil 


progress data and the professional improvement plan. 


саре 


t of Polici id Procedure: 


A. 


Roles and Responsibilities 


$ 


The local board education provide р, 
equate resources er supervision imd: E Am жыла op- 

nt, time to properly conduct evaluations and subsequent 
WO OU cds Cup aM pps improvements occur 
consequence of staff e 


Provision mus. for consultation with tenured teaching 
staff ductor B deiode эр pu ge mc evaluation and 
consultation during implementati raged 

The specific manner in which the "in consultation with tenured 
Rode staff zz is to be dede ed is to be deter- 
mined by each local school board. Individual access to the 
БС еы should be achieved тына i5 ctical and the 
consultation QUEE. n be structured in aner that will 
eco ES sh volvement of orga: ашлар oai торге 
sentatives is Meier Миса nor prohibited. However it is 
ESTEE that any one person could be representative of all 
teaching staff members and the process should be left open to 
those individuals who wish to provide gun tion or otherwise 
contribute to the decisions on staff evalua 


The evaluation policy clearly should state pus responsibility 

of the evaluator to the evaluatee and vice ver: 

The evaluation policy should state to ыш s for whom each 

erson is responsible in the а ргосе: 

Provision should be made for a periodic review of the evalua- 

CUT by the local board of education and by teaching 
ff 


Job Descriptions 


ob ription tten statement of qualifications, 
ries Wer responsibilities "for a particular position. It may 
be based upon a formal or prc ais. of the job. The 
job description should tell what a teaching staff member is 
expected to do on the job 
all descriptions in a district should use the same termi- 
nology сы: a) should be brief and focus on the most 
essential activities 


D 


A good procedure is to appoint ittee involving teaching 

staff members to guide the development i job descriptions and 
with the completion of 

This committee might Шр, with the existing organizational 

framework. It is c t 

This procedure may uncover issues that require some change in 

the organizational framework or lead personnel to rethink their 

activities and their priorities. 

Since some functions appear in many jobs, it may be efficient 

to identify some general E (o groups Be positions, 

elementary teacher, counselor, element. E uei, Ge 

A AER ommo; 
prepare job descriptions 


Job descriptions should cover Tu school sponsored activities 
vithin or outside of the dist 
There аге manuals available for writing descriptio 

in JS job dic iptions should te written in the 
active and present tense, using атаны, verbs, commoi 
terminology, and a direct and simple sty 


There are mai s could be selected to 

evaluate teaching staff members. The choices and their impli- 
t b ion: 

include criteria but instead set minimal requirements 
rocedures. 

There should е for the criteria selected B 


be a cle. onal the 
they should be liike ТЕЛ to the po iride of duti 
and responsibilities identified in the job descriptio 


In general, it is better to select a short list of key criteria 
Ve Hd then Ro sdepk, long lists, that cannot 
be used effectively by supervis 
Crite ch encourage collection of usns information 
CERA performance are to be preferred ever criteria which call 
for general subjective judgment 


Dat. erformance, can be collected through observation, 
мз е previous Uni. керо, and review of current 
records bearing on job perfo The methods selected 
ар рона toy Ahe kitet ia Weng employed and the 
responsibilities being evaluated. 

The regulations require at least one observation but multiple 
observations are recommended. 


М, es 


E. 


с. 


DU Obsarvat оса ваа һе ышан сю пеше 
observe lete performance by the teaching staff member. 
1f possible: multiple observations that focus on different 
areas of responsibility are desirable. 


4. Observations should be spread over time provide the 
e ше ды ч: кы кы гын ып ык 
for impro 


Prot al observations at the request of the 
HOHNER | HE zer is деке within the limits set by the 
resources available to the diet: 


Observation Conferences 


1. Post observation conference(s) are required. It is desirable 
for the supervisor and the teaching staff member to meet to 
discuss the goals of the evaluation process. Post-observation 
conferences should occur after each observation to confirm the 
data jcolIscted mestiere edback, and, where necessary, to 

o the 


2. Timing is critical; conferences which take place too soon or 
too late or are hastily conducted will be counter-productiv 


3. Supervisors pe use these conferences to demonstrate recon- 
mended technique 


Use of Additional Certified Personnel 


1. In cases where the responsible supervisor cannot carry out the 
entire ‘evaluation 
tiona 


i 
supervisors be properly HON ED charged with the 
дос and guidance of the work of the teaching staff 


Individual Improvement Plans 


Individual improvement plans must be developed cooperatively by 
the supervisor and the teaching staff member and should be 

limited in their scope. They should focus on the most 
important areas of professional growth. 

k significant eakness are identified, the 

үне кең р1ап Should; tbe! га: to o provide general guidance for 
voluntary professional develops 


219 


u 


3.55 Wigremr possible 
рг 


relevaice t^ the needs of staff 
4. The imprewesent: plans should pr 
evalustiom cm existance e 

subsequent There shoitd 
between: the identified vesaness а 


5. Formal traiwing away f 
profesiami! di лиза а 
Se 


FS i val 

better fo * cuhers 
supervisor shouid =з 
in-serwic 


Annual Performance Wb verts 


The regulaticas specify the 
The reports should be used 
between the supervisor and teach: 
is desirable 


form amd contain evidexce 
performance of the teaching 
program. 


of the pi 


Annual Conference 


1. The annual conference is іт 
of the year's work and to ide 
where y and egniz. 
2. — Adequate dud shoul allotte- 


problems identified. 
As -on-one conferences are the 
: Content lat ey of the discus 
par! 
Review of Pupil Progress Data 


These regulations do not requir 
rion of 
left 


r or not changes 


determine whethe: 


gis 


col 
Gack strate 1 the 


hese reports 
x 1 discussion 


in narrative 
about the 
effectiveness 


e teta 
or ia ane 
and ee practice 


ce in ord 
the code and to 
solutions to any 


ffective aad. protect’ the 
the rights of both 


2 prohibit the use of pupil 
аиа 


performanc 


Sa fo a iu lira 


teaching staff member the program would lead to improved 

results during the тара Due A summary of this 
ta and its implica be placed in the annual 

performance neat 

Pupil progress data refers to the multiple measures defined in 

N.J.A.C. 6:8-3.4 which include: 


teacher observation, parental or guardian interview, 
formal and informal evaluation techniques, cumulative 


t 
testing results and visual, auditory, Bey edici 
exanination. 


The review of this data should be conducted by a supervisor who 
is familiar with the students and the school context. 


If the review of the data reveals that pupils have not made the 
progress expected, ES supervisor and teaching staff member 
should co t in thí of th 
taf: 


ғ 5 
children are likely to lead to improved results. Specific 
remedies should be identified and, as soon as possible, 
implemented. 


VI. MONITORING OF THE EVALUATION POLICIES AND PROCEDURES 


State Monitoring 


The County Office of Education will monitor the implementation of the 


regulations. They will use the checklist contained in Appendix A to ensure 
compliance with the regulations. 


B. Local Monitoring 


The local board of education and chief school administrator should 


provide for a process of evaluation and review of the policies and procedures 
adopted by the district. Staff evaluation takes significant amounts of time 
and can lead to more work if not properly reviewed. It would be advisable to 
set-up a biennial process of review by all parties concerned to ensure that 


the procedures are having the desired effects with the district. 


2321 


a 


Has the local board of education adopted policies and procedures for 
evaluation of tenured teaching staff? 
tenured teaching staff members involved in the development of the 
ате “evaluation EYE BS ¡Procedures in a manner consistent with 
requi. t for "in consultati 


Are job descriptions consistent with teaching staff member responsibili- 
ties and ificati i 


Are bes staff member job descriptions used as a foundation for 
evaluatioi 


Is "pupil progress" defined according to NJAC 6:8-3.47 

Are evaluators of tenured teaching staff members appropriately certified? 
Is there evidence of observation co: ferences? 

Do the vritten performance reports contain: 


(a) performance areas of strength? 


(b) performance areas IX improvement if any 
(c) individual fessional improvement plans? 
С summary of all available indicators of pupil progress and growth 


and how such data relates to the program and to the performance of 
the teaching staff ше 


Are the annual written performance reports on record? 


individual Professional Improvement Plans developed jointly from 
ЕМ шш кеке ы статор and the teaching staff menber? 
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Appendix B 
NON-TENURED EVALUATION REQUIREMENTS 


NEW JERSEY ADMINISTRATIVE CODE 


EDUCATION 
TITLE 6 
SUBTITLE A. STATE BOARD OF EDUCATION 
CHAPTER 3. SCHOOL DISTRICTS 
SUBCHAPTER 1 RULES AND REGULATIONS 
AUTHORITY: N.J.S.A. 18А:27-3.1 et seq. 


6:3-1.19 Eden of utm observation and evaluation of nontenured 
aching staff member: 


(a) For the purpose of this Section, the 


his ion term алард shall be con 
strued to mean a visitation to a UR p 
i б of lo 


ive and supervisory staff saria lesione 

appropriate certificate fi ТЕП of instruction, for the 

use асаа паат teaching staff member's performance of 
he instructional proces. 


Each of the three observations required by law shall be conducted 


for a minimum duration of one Gn ass period in a secondary school, 
mde elementary school for the duration of one complete subject 
le 


erm "evaluation" shall be construed itten evaluation 

ed hes by the asdninistrative/supervisory at uero ч ы 

AUT. for the purpose of observing aching staff member's - 
ormance of the instructional process. 


(c) Each local board of education shall adopt a policy for the supervision of 
instruction, setting forth pee: irap i pu dn 
of nontenured teaching staff members, including those assigned to regular 
classroom teaching duties and those not assigned to regular n 
teaching duties. Such policy shall be distributed to each teaching $ aft 
member at the beginning of his/her employmen 
(d) Each policy for the supervision of instruction shall include, in addition 
казына ыраш PU tarsi bets described, кушып 
ROT of the intesured te aching at eis member's total performance as 
yee of the local board of education. 


Spies 


* the 


Each of the three observations required by law shall be followed withi 


conference between the administrative/supervisory s a 

o tion and written evaluation, and the nontenured tea 
staff member. rties to such a conference vill sign the written 
walustion report snd retain 4 copy’ for ы, reco The nontenured 
ыыы жы окшо to submit his or her wi 
рО ton gu Бен ш conference, 
bid, sach disclaimer chali be attached’ to ach рагу! а copy GE the evaluas 
tion report 


The purposes of this procedure for the observation and evaluation of n. 
tenured teaching staff members shall be to identify A RE ena 
assistance for the correction of such deficiencies, improve professional 
competence, provide a basis for recommendations regarding reemployment, 
and improve the тане y of instruction received by the pupils served by 
public schools 


NEW JERSEY STATUTES ANNOTATED 


18A:27-3.1 Procedure for observation and evaluation. 
1. Every board of education in this State shall cause each nonteaure 
teaching staff member employed by it to be observe. Miki ocu lata dp A 
performance of his duties at least three times during each school year 
ttl 


f ibe: 
urpose of this procedure is to recomend as to reemploysent, identify 
any deficiencies, extend assistance for their correction and improve 
professional competen: 


18A:27-3.2 Statement of reasons for nonrenewal 


2 am teaching staff member receiving notice that a teaching contract for 

succeeding school year will not be Site ways кисы с се es 
X er, request in writing a statement of the reasons for such nonemploy- 
ment which shall be given to the teaching staff member in writing within 
30 days after the receipt of such request 


18A:27-3.3 Rules 


3. The provisions of this act shall i carried out pursuant fo rules esteb- 
lished by the State Board of Educatio 


4. This act shall take effect July 1 next following enactment. 


